Theories of economic equilibrium related to the Romanian labor market  by Mazilu, Cristian & Pănoiu, Andreea (Mazilu)
Available online at www.sciencedirect.com
1877–0428 © 2011 Published by Elsevier Ltd.
doi:10.1016/j.sbspro.2011.03.289
Procedia Social and Behavioral Sciences 15 (2011) 1346–1349
WCES-2011
Theories of economic equilibrium related to the Romanian labor 
market 
Cristian Mazilua *, Andreea (Mazilu) Pănoiub
Ministery of Public Finances, National Agency of Tax Administration,General Directorate of Public Finances Prahova and 
Lecturer, “George Baritiu” Brasov University The Faculty Economic Sciences 
Ministery of Public Finances, National Agency of Tax Administration,General Directorate of Public Finances Prahova 
Abstract 
The motivation of an analysis of these concepts includes at least the following arguments: firstly, they reflect the 
history of economic thought with its evolution up to full clearing  of the issues that are correlated with the economic 
and scientific-technical development; secondly, the above mentioned concepts are an essential theoretical support 
for the practice of our transition period, which, although surprising, it may contain specific features and 
consequences specific to pre-capitalist era, primitive sometimes, that economic history has faced hundreds of years 
ago. 
Some researchers of the Romanian labor market prove to be, explicitly or implicitly, followers of views more or less 
relevant to the real situation of national economy and its prospects. 
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Introduction 
In developed market economies , the corporate governance rules and regulations are important components of 
the business environment. Although the concept of corporate governance can be defined in many ways, it reflects 
the mechanism by which a company is managed and controlled. The corporate governance code is a set of 
principles, standards and best governance  practices issued by a particular institution whose application is not 
mandatory, but optional. 
In  the  European  Union  (EU),  as  much  as  35  codes  have  been  adopted,  each  country  having  at  least  one  
corporate governance code. The majority of these (more precisely, 25) were issued after 1997, that is after the 
financial scandals and bankruptcies of companies quoted on the UK capital market. The developing of corporate 
governance codes has increased especially after the years of 1997-1998, a period dominated by the Asian economic 
crisis.  
The withdrawal of capital from Asia, Russia and some South American countries draw the business community 
attention on the investors confidence and corporate governance principles regarding transparency, accountability 
and fair treatment of shareholders; at international level, these principles resulted in the development of OECD 
Principles of Corporate Governance. 
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The corporate governance codes have been issued by different parties such as government groups, committees 
or commissions organized by national governments or stock exchanges, business associations, associations of 
directors working in industrial and academic fields, investor groups etc. 
About a third of all applicable codes in EU countries were developed by groups or associations of investors. 
The diversity of issuers generates a different official statute of the corporate governance codes within the issuing 
countries; the codes present their views on what should be a good practice in corporate governance. 
Although different in terms of their purpose and degree of detail, all the codes available in the EU member 
countries address four key issues: fair treatment of all shareholders, whose interests should be a priority; clear 
responsibility of the Council Administration and management; transparency of the company or the accuracy of 
financial and non-financial reporting in a timely manner; responsibility for the interests of minority shareholders and 
other social partners and legal compliance.  
The main common issues and difference among these codes concern various aspects of corporate governance, 
such as representation of employees, rights of social partners in the company (in engl. Stakeholders), rights of 
stakeholders to participate in the GMS mechanism, structure and duties of the Management Board,  independence of 
the Management Board, Board committees, financial and non-financial reporting. 
Corporate governance codes give flexibility and are not mandatory. Even in the case of principle “comply or 
explain”, companied are free not to follow the recommendations of codes provided that they report and explain their 
decision. As their application is non-mandatory , it is natural to raise questions of their effectiveness and to asses as 
real the risk of not applying them. 
Recent developments in management science epistemology require from these disciplines even more scientific 
rigor  in  terms of   shape,  fundamentals  and ethics  of  the  research.  In  our  desire  to  follow this  trend,  we begin  by  
examining to what extent and, in particular, from what perspective, the performance analysis shows the entire range 
of  issues.  Thus,  we   follower  authors  like  Nikitin,  who  considers  that  an  issue  that  is  different  in  essence  with  
respect to a simple theme of study, involves the questioning of dilemmas faced by managers and specialists in 
management sciences. In this respect, we are interested in those aspects of performance measurement and analysis 
covered by polemic approach and for which the scientific community or practice has not been provided an accepted 
answer or solution. Thus, in the context of informational asymmetries and governance issues, among these 
approaches, we find the questions of validity and quality of information sources used to support performance 
analysis as the tools used in the query analysis (financial or non-financial indicators).  
Information analysis of the essential characteristics is interesting on the one hand, through the transmission 
mechanism and on the other hand, through its content (both in terms of quantity of information transmitted and in 
terms of semantics). These issues have been exploited by numerous approaches from mathematics, sociology, 
psychology, linguistics and economics. 
The salary is the most common form of income which is part of the national income. It conditions the economic 
situation of a large number of inhabitants and is highly linked to human existence, without which there can not be 
provided much of the current and future workforce. Also, the salary is a basic element of economic mechanism, the 
main instrument for employees material incentive to increase production, productivity and quality of economic 
assets, to reduce specific costs, to add innovations and other inventions. 
The salary is often considered as the sum of total incomes derived from work and is the most common form of 
income in contemporary society. According to some authors, the social relationships incurred by salary are related to 
rental of workforce by entities who need it. 
The employee is at the disposal of the entity which is using his working ability and is legally dependent on this 
entity during the rental period. Under this consideration, the salary represents the rental, respectively the price of 
labor.  
Marx sees the salary as the price of working force, not considering the salary within the process of 
buying/selling of working force,  
P.A. Samuelson considers that "man is more than a commodity" and " he offres his services for a price", which 
is formed, in general, according to the same rules as the price of any other commodity. It is therefore considered that 
the salary does not represent the neither the price of labor nor the price of workforce, but instead it behaves like any 
other commodity price. In developed economies, the salary is the income that is mostly linked to human essence, 
without which it can not be provided most of the current and future workforce. From the above considerations it 
comes up that the nature of salary is subject to a large number of concepts that can be classified into two categories: 
monistic and dualistic.  
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Monistic conceptions motivates the salary substance by means of a single factor. This factor may be the cost of 
labor to be sold or rented by the employee. Thus, the minimum salary is either set such as to allow the employee to 
live and support his family or the income without which labor force cannot exist and cannot reproduce itself. This is 
the first explanation of the substance of salary given by Turgot and Quesnay. Another monist theory explains the 
substance of the salary by means of labor productivity. According to this theory, the salary could be a part (large or 
small) of the result of the work required by the employee in order to live. 
The  Marxist  theory  also  explains  the  substance  of  the  salary  by  the  following  statement  -  the  value  of  labor  
commodity. Therefore, it is said that the labor value theory combines the first two theories.  
Other  authors  consider  that  the  nature  of  salary  is  given  by  the  “cultural  capital”  that  is  formed  through  the  
“economic capital”.  
As the subject of the selling or the rental is made of the employee skills and knowledge, we state that the 
economic capital becomes cultural capital and the salary becomes a wage payment for the cultural capital. 
When the salary appears partially as a free transfer of income from the workforce buyer to the seller of 
workforce, the theory becomes one related to the cost or to the value of labor in modern terms and it cannot explain 
the substance of salary in terms of free education. 
Another theory that has spread into the Anglo-Saxon economic literature is that of the “human capital” and it 
represents an extension to another level, namely to the cultural capital theory. 
The dualistic theory is based on simultaneously taking into account the cost of labor and labor productivity. 
According to this theory, what is received by an employee is a part of the product of his work, conditioned by the 
level of productivity, but any salary increase should be established such as to be at least as the cost of labor.  
To conclude, according to various theories and various authors, the substance of salary represents the part of 
GDP, which is the result of the labor process and is eventually distributed directly to employees, mostly in monetary 
(and sometimes natural) form in order for them to lead a decent life. 
Given their  knowhow,  the  workforce  is  the  most  precious  resource  at  the  company disposal,  but  at  the  same 
time it is considered the most difficult to manage. In the economic literature, the definition of the labor market is 
given  by  the  relationship  between  supply  and  demand  of  labor  in  a  given  period  of  time  and  in  a  certain  space,  
together with the act of selling/buying of labor in exchange for a price called salary. 
From this definition it follows that the labor market may refer to a specific location, a smaller or larger area, or 
even the entire economy. Therefore, the labor market, in terms of territory, may have different dimensions, such that 
for unskilled labor or people with low qualification, it is small and the labor needs can be met at a local level.  
But as the skills of the workforce improve, skilled workforce becomes more rare and it is necessary to extend 
the dimesion of the labor market to wider areas or to the entire the country. From the above statements, the labor 
market is highly heterogeneous, composed of individual labor markets, related to each job or specialty. Moreover, 
each job or specialty market has distinct rules. 
Forward looking personnel management and its remuneration on efficiency basis are nowadays tools often used 
by managers of firms in order to harmonize various interests, following permanently fast and efficient adaptating of 
business activity to the market requirements. In this context, forward looking staff management consists of medium 
and long term design of the staff requirements in the organization. It should be observed that, above all, it is a way 
to clearly understand the human resource management in an organization. 
It is assesed that such a situation can be anticipated even for the companies in our country this phenomenon is 
not very common, or it is partially met, involving measures which may reduce the shock of productivity growth. 
Moreover, it is considered that the jobs are not fixed and indestructible elements, being at the same time able to be 
modified according to the needs, so that it can be managed, not only administered. Conditional on a correct forecast 
of this evolution, included  the jobs evolution, excess costs can be avoided, both socially and in terms of economic 
and competitiveness, namely avoiding the risk of not having people able to use expensive equipment and the risk of 
massive layoffs due to a substantial increase in labor productivity that is leading periodically to the appearance of 
important number of available workforce. 
The need of continuous upgrading of equipment (industrial, logistics, commercial or administrative) should not 
be mentioned anymore, since the management of all companies recognize and carry out actions in this respect. 
Moreover, a similar treatment is applied to occupational structures and work methods which are constantly 
adaptable not only to new equipment, but also to market needs and competition. 
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